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Abstract 
Job involvement was considered very important in the previous literature for increasing the performance of 
the employees. It is hypothesized that involved employees exert considerable efforts for achieving the goals 
and objectives of the organization. These kinds of employees are highly productive and produce better 
results as compare to the employees who are not involved with their job. These employees work for the 
organization with their hand, head and heart. Several studies examined the relationship of job involvement 
with employee performance and claimed that there is a positive relationship between these two variables. In 
this paper we try to further explain the construct of job involvement and combined the results of different 
studies in this context. This paper also tries to explain the controversies between the results of different 
studies and propose to make more construct valid measure for job involvement. Further we also 
conceptualize the relationship of employee attitude in this connection.     
Keywords: Job involvement, Employee performance, Attitude, Empowerment, Knowledge, Information   
 
1. Introduction 
In previous years, a lot of interest was developed in the term job involvement. Many researchers claimed 
that the employee involvement clearly forecast employee outcomes, organizational performance and 
organization success. (Bates, 2004; Baumruk, 2004; Harter et al., 2002; Richman, 2006). Besides this it is 
also claimed that the employee involvement is going to decrease in the recent years and employee are very 
much disinvolved with their jobs (Bates, 2004; Richman, 2006). In the American workforce, it has been 
argued that the most of the workers are not fully engaged or disengaged with their jobs which cost US 
business to $300 billion a year by decreasing productivity and this phenomenon is referred to “involvement 
gap” in the employees (Bates, 2004; Johnson, 2004; Kowalski, 2003). Job involvement is described by 
kahn in a way that developing a behavior in the employee that connect him to work and to other actively 
with personal presence (physical, emotional and cognitive) leads to full performance (1990: 700). Involved 
employees attach and connect their full selves in the job, putting physical, cognitive and emotional efforts 
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to complete their job for the organization. These type of employees can be recognized by their 
psychologically presence, paying special attention, conscientious, sentimental, associated, integrated, and 
focused on their job. Involved employees are open to themselves, with other employees and as well as with 
the organization to put their complete selves to work (Kahn, 1992). Kahn described that the involvement 
can be noted by observing the behaviors of the employees whether he is putting personal, physical and 
emotion energy to complete the tasks (Kahn, 1992). To be very simple involvement means investing the 
hand, head and heart to the job (Ashforth & Humphrey, 1995: 110) while working in the organization. This 
concept of involvement is very motivational because it describes the use of the personal resources to 
complete the tasks of the job and it also describe that by how much these forces are applied by the 
employee (Kanfer, 1990). It also subsumes the old concept of determining the physical and cognitive forces 
represented by the employee and the depth of engagement of the employee towards the organization. In 
simple word it defines the level of involvement of the employee to perform the work physically and 
cognitively as well as maintaining the efforts in a connected way instead of dispersed manner (Kahn, 1992). 
So, according to kahn job involvement can be explained the continuous efforts in the shape of physical, 
cognitive and emotional for full work performance. Job involvement as described by Hall and Mansfield 
(1971) is a non manipulated property of a person. Weber (1958) explains it as individuality and the virtue of 
work as an end (Brown, 1996). That means for the employees the work is a virtue of an end itself and 
possesses high job ethic level. Consequently, these kinds of employees perceive the work as an important 
part of their lives (Dubin, 1956; Rabinowitz and Hall, 1977). In this way, these kinds of employees dedicate 
a significant amount of time towards their job and highly involved in their job.  
(Lodhal, 1964; Lodhal and Kejner, 1965). In a study, Brown (1996) observes a strong correlation between 
the job involvement and work ethics.   
This study tries to find the relationship between the job involvement and employee performance. Although 
the relationship was prove in many previous researches but the main aim of the study to introduce a new 
moderating variable of attitude. Attitude is the liking or disliking of the employee toward his/her job. We 
hypothesize that if the job does not match with the liking of the employee the organization feels more 
difficulty to involve the employee in the job. As we said previously that the job involved employee has 
been described as one whose job is an integral part of his/her self-definition. 
1.1 Objectives 
Employee involvement has become a hot topic in recent years among consulting firms and in the popular 
business press. However, employee involvement has rarely been studied in the academic literature and 
relatively little is known about its antecedents and consequences. The purpose of this study was to propose 
a model of the antecedents and consequences of job involvement. The main objectives of the study are as 
under: 
a. To define and understand the variable of Job Involvement 
b. To explore the antecedents of Job Involvement 
c. To conceptualize the consequences of Job Involvement and how they are beneficial for the 
organization 
d. To check the impact of the attitude of the employee on Job Involvement 
 
2. Literature Review 
The term of job involvement can be described as ‘‘the degree to which one is cognitively preoccupied with, 
engaged in, and concerned with one’s present job’’ (Paullay et al., 1994, p. 225). These kinds of employees 
can be recognized by the level they feel that the job is an important aspect of their self definition. This 
statement and the construct is a popular term and widely used in the literature of employee performance 
(Robinson et al., 2004). However, a lot of work has been done by the practitioners and it can be found in 
the journals where it is recognized mostly as a theory rather than put it into practices and develops some 
empirical results. Robinson et al. (2004) argued that the most of the work is surprisingly attract low 
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attention from the organization and becomes popular. This results in a way that the concept is going to be 
faddish or just present in the academic literature rather than in practice. The situation becomes worst as the 
term job involvement was described by different researcher in a diverse pattern and these descriptions were 
very different from each other. Most of the times, these descriptions are similar to the term of 
organizational commitment or organizational citizenship behavior (Robinson et al., 2004). Some 
researchers also describes the term as intellectual and emotional commitment towards the organization 
(Baumruk, 2004; Richman, 2006; Shaw, 2005) or by the degree of discretionary efforts exercised by the 
employees in the organization (Frank et al., 2004). Different researcher explain the term by their own 
perception, Kahn (1990, p. 694) define it as “the harnessing of organization members’ selves to their work 
roles; in involvement, people employ and express themselves physically, cognitively, and emotionally 
during role performances”. Putting it simply, the term involvement refers to the physical and mental 
presence of the employee while doing the work in the organization.  
 
2.1 Consequences of Job Involvement  
The point of interest in the term job involvement is the final consequences of this phenomenon that can be 
explained that if the workers put forth considerable efforts for the achievement of the personal and 
organizational objectives, this will lead to more productivity and the employee ultimately retain with the 
organization (e.g. Kahn, 1990; Kanungo, 1979; Lawler, 1986; Pfeffer, 1994). On the opposite side, the 
employees who are having low degree of involvement are more likely to experience low job satisfaction 
and inclined to leave the organization. Besides this if they remain with the organization they put their 
efforts towards non productive work or apply their energy in such activities that are not beneficial for the 
organization and the productivity decreases (Kanungo, 1979, p. 133). These kinds of employees engage 
themselves in different undesirable activities. There are some empirical researches showing a relationship 
between different work outcomes and the degree of job involvement. For example, in a research job 
involvement has been observed to be negatively related to the turnover intention, positively related to 
organizational commitment and also related to the extra-role behavior and employee performance 
(Schaufeli and Bakker, 2004; Sonnentag, 2003).  
They also observed that job involvement mediate the relationship between turnover intention and job 
resources. Job involvement has been observed to have a vital affect on different import outcomes. For job 
performance Lawler (1986), Kahn (1990) and Brown (1996) explained that different work behaviors of the 
employees are the consequences of job involvement and it is hypothesized that involvement ultimately 
impacts on employees’ efforts and motivation, which in turn explained performance. Meta analysis by 
Brown (1996) estimated that the population correlation is non significant between the job involvement and 
overall performance but the population correlation to be significant between the job involvement and 
different combination measures of performance, although the coefficient was relatively small. In this 
situation, different researchers have tried to discover the reasons for the complex relationship between the 
job involvement and employee performance. On the similar task, Diefendorff et al. (2002) described the 
reason that major previous researches were using the scale developed by either Lodahl & Kejner (1965) or 
Kanungo (1982). These scales were supposed to be contaminated by some extraneous constructs (Kanungo, 
1982; Paullay et al., 1994). Diefendorff et al. (2002) argued that the positive association between the job 
involvement and performance can be found if the researchers used a more valid measure of job 
involvement. In a study by Diefendorff et al. (2002), when used a measure developed by paullay et al. 
which differentiate job involvement from work centrality, a significant positive correlation has been found 
between supervisor rated in-role performance and job involvement. While developing more valid and 
accurate scale for job involvement, researchers also need to focus on performance criteria to understand the 
relation of involvement and performance.  
2.2 Attitude 
An attitude is a measurement of the degree that represents that the level of liking or disliking of a 
person towards any item that can be a person, object, place or any event. Attitude can be 
determined by the negative or positive emotion or feeling of a person towards any item and this 
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item is referred to attitude object. Sometimes peoples are confused about towards any item that 
they the item attracts both positive and negative attitudes. In today era of globalization, when the 
information level of a person has been increased by considerable level this happened more 
frequently. In this situation, it creates a lot of problems and challenges for human resource 
practitioners and creates an extensive need for extensive studies to be conducted to better 
understand this phenomenon in cross culture organizations and provide guidance (Erez, 1994; 
House, 1995; Triandis, 1994). The considerable work on employee attitude had been done by 
Hofstede (1980, 1985). He expanded his research on employee attitude among 67 countries and 
verified that this construct has been separated into four groups and the countries varied on these 
aspects. These categories are Individualism-collectivism, Risk taking, Power distance and 
Masculinity-Femininity which now called achievement orientation. But when describing the job 
involvement the high situational influence was considered as the work itself or “intrinsic job 
characteristics”. Different researches present the same results that when the employees are 
asked to rate the different factors of job like coworkers, advancement opportunities, environment, 
pay, promotion, supervision and so forth, the most important factor was found the work itself 
(Judge & Church, 2000; Jurgensen, 1978). These results does not mean that the others factors 
are not important for the employees but the conclusion is that to influence the job satisfaction the 
most important thing is the work itself. The work should be interesting and challenging for the 
employees. While mostly managers think that salary is the most important factor and exclusion the 
other job attributes such as the nature of work itself.  
 
2.3 Operational Definition of Job Involvement 
It was argued by different researchers that job involvement is an important factor for the success 
of the organization and also for retaining the employee by decreasing the intention to leave but the 
question is how the organizations help their employees to be more satisfied with the work and 
become involved? This question was answered by Marcus et al. (2009) by presenting some 
practices that can enhance the level of involvement of the employee. They propose four elements 
for making the employee more involved in the job and with the organization.  
Empowerment  
Empowerment refers to the degree of decision making that can be handled by the employee while working 
in the organization. These employees feel more confident in their ability and presume latitude over their 
work. Consequently, empowerment heightens employee autonomy in their work.   
Information 
Information means data about the quantity and quality of business operations such as unit outputs, costs, 
revenues, profitability and customer reactions. This includes developing a system in the organization by 
which the employees become more informed about different aspects of the organization. In case of 
providing information it is also included that the feedback should be provided to the employee about his/her 
work.  
Knowledge 
Knowledge is different from information. Information is the data about the company which knowledge 
refer to the level that the employee can evaluate and generate different inferences on these information. 
That can be done by providing the opportunities of training and development. The competency level of the 
employees should be enhance and upgrade to perform their duties well.  
Rewards 
Rewards are the financial or non financial benefits provided to the employees against their services to 
enhance organizational performance. These rewards are also considered as an important tool to motivate the 
employees and consequently the employees involved with their work.   
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3. Proposed Model and Prepositions  
After reading and reviewing the available data we hypothesize that the job involvement has an impact on 
employee performance. The employees who are more involved in their job can produce better results for 
the organization. But the results cannot generalize for all the employees. One moderating factor can be the 














P1:  Information has significant positive impact on Job Involvement. 
P2: Knowledge has significant positive impact on Job Involvement. 
P3:  Empowerment has significant positive impact on Job Involvement.    
P4:  Rewards has significant positive impact on Job Involvement.  
P5:  Job Involvement has significant positive impact on Employee Performance.  
P6:  Attitude affects the relationship between the job involvement and Employee performance.  
 
4. Discussion & Conclusion  
The primary theoretical contribution of this paper is that we extend the theory of Kahn (1990) by 
considering that job involvement is an important aspect by which organization can increase the productivity 
of the employees. These results are checked and verified by different studies that the there is a positive 
relationship between the construct of job involvement and employee satisfaction and performance (for ex. 
Schaufeli and Bakker, 2004; Sonnentag, 2003; Diefendorff et al., 2002; Brown, 1996; paullay et al., 1994; 
Kahn, 1990). By high degree of involvement the employee produce more favorable results for the 
organization. This will not only beneficial for the organization but also the satisfaction of the employee 
increase as the level of involvement increases. We argued that Kahn’s theory should be considered as an 
important explanation how the organization can involved the employee and what are the consequences of 
this job involvement. If the employees are more involved in their jobs they will put extra efforts for the 
completion of the organizational objectives. These employees exert high level of efforts during their jobs 
and these efforts are comprises of physical, cognitive and emotional efforts. More involved employees are 
supposed to be actively present on their job and avoid the activities which are undesirable for the 
organization. In this way not only the productivity of the organization will increase but the employees will 
be more satisfied with their working in the organization. This satisfaction leads to the level as explained by 
Kahn that these employees invest their hand, head and heart on the job. The organization need to focus on 
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possible antecedents of job involvement are well explained by the Butt and his colleagues that can be 
helpful for the organization to create this kind of environment. While developing this kind of culture one 
important thing is the attitude of the employee. The work should be design in a way that reflects the 
positive feeling of the employee. The nature of work is very important for the satisfaction of the employees 
and ultimately satisfaction will lead toward the higher degree of performance. So according to our theory 
while making the employee more involved a universal approach is not so much useful and work should be 
design according to the attitude of the employees. Many researches prove that the nature of work is one of 
the most important factors considered by the employee and normally management neglect this factor and 
suppose that salary are most important factor for the motivation of the employee. Attitude restricts us to 
develop a universal approach for the involvement of the employees. We have to consider the attitude of 
employee before going to check the involvement of the employee. The employee can easily be involved in 
his work if we design the job according to the attitude of the employee. This means that the employee 
should consider the job challenging and enjoyable. In this way the employee will be more involved and put 
extra efforts for the fulfillment of the organizational goals. In this way the employee will engaged in the job 
with the hand, head and heart as described by kahn in his research. By hand we means that the employee 
exert physical efforts to complete the job. By head we means that the employee will feel satisfaction and 
proud of doing the work in the organization. By heart we wants that the employee is not only working 
physically but also emotions are involved in his work. In this way the employee can say that this is my kind 
of job. If the organization produces this kind of environment in the office they can achieve their objectives 
easily. This thing not only increases the efficiency level of the employee but also decrease the intention of 
turnover and absenteeism. The impact of stress was also discussed in different studies that the stress level 
will be low if the employee are involved in his work. Attitude of the employee is very important in this 
context because the employee can be involved in case the job is according to his perception. That is very 
difficult for the organization to involve the employee in such a job that is not suited to the employee 
attitude. In this case the employee will do the work only to pass the time and remain in the organization and 
the objectives of the organization will remain unattained. These kind of non involved employees are not the 
requirement of the organization and these employees can not worth for the human capital of the 
organization. The organization needs the employees who are not only doing the work physically but also 
present mentally. These kinds of employees work physically, cognitively and emotionally.              
 
5. Managerial Implication 
 The purpose of the research is to help the management in producing the desired results for the 
organization. If the employees are involved in their work they can work more effectively and efficiently. 
The involved employees put extra efforts for the completion of their task. These employees become 
involved in the work not only physically but also emotionally and cognitively. So the organization can best 
achieve their objectives and targets by these kinds of employees. The organizations also try to recruit the 
employees who produce best results but by involving the existing employees the organization can do the 
same. But involving employees can be easier by designing the characteristics of the job according to the 
attitude of the employee. If the nature of the job matches with the attitude of the employee, these employees 
will be more productive and helpful for the organization for achieving their objectives and goals. Job 
involvement is a tool for the management that can be used for enhancing the performance of the company 
and attaining the desired objectives. The current study describes it that the job design is important in this 
aspect. Employees should be considered in this respect and make the work challenging and interesting for 
them. In this way the employee can be more involved in their job and work effectively.    
 
6. Recommendations 
According to our conceptual frame work the management should be aware of the benefits of involving the 
employees. That is very simple and applicable work that the employee should be involved in their work in 
the organization. But the level of involvement that enhances the performance of the employee can be 
achieved by considering the attitude of the employees. It needs to review and redesign the job according to 
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the perception of the employees.  
7. Future Research 
This research is qualitative and exploratory in nature. In which we try to hypothesize that performance of 
employees can be increased by involving the employees in the job. Along with this, management has to 
consider the factor of attitude while developing the strategies for job involvement. There is a need to 
conduct an empirical study with a substantial sample size to prove the relationship between discussed 
variables.  
References 
Allen, N.J. and Meyer, J.P. (1996), “Affective, continuance, and normative commitment to the organization: 
an examination of construct validity”, Journal of Vocational Behavior, Vol. 49 No. 3, pp. 252-76. 
Ashforth, Blake E. and Humphrey, Ronald H. 1995. “Emotion in the Workplace: A Reappraisal,” Human 
Relations, 48(2), 97- 125 
Bates, S. (2004), “Getting engaged”, HR Magazine, Vol. 49 No. 2, pp. 44-51. 
Baumruk, R. (2004), “The missing link: the role of employee engagement in business success”, Workspan, 
Vol. 47, pp. 48-5 
Blood, M.R. (1969), “Work values and job satisfaction”, Journal of Applied Psychology, Vol. 53, pp. 456-9. 
Brown SP (1996). A meta-analysis and review of organizational research on job involvement. Psychol. Bull. 
120: 235–255. 
Dubin R (1956). A study of the ‘central life interests” of industrial workers. Social Problems, 3: 131-142. 
Frank, F.D., Finnegan, R.P. and Taylor, C.R. (2004) ‘The race for talent: retaining and engaging workers in 
the 21st century’, Human Resource Planning, Vol 27, No 3, pp12-25. 
Ellemers, N., Kortekaas, P. and Ouwerkerk, J.W. (1999), “Self-categorisation, commitment to the group and 
group self-esteem as related but distinct aspects of social identity”, European Journal of Social Psychology, 
Vol. 29, pp. 371-89. 
Erez, M. (1994). Toward a model of cross-cultural industrial and organizational psychology. In H. C. 
Triandis, M. D. Dunnette, & L. M. Hough (Eds.), Handbook of industrial and organizational psychology 
(Vol. 4, pp. 559–608). Palo Alto, CA: Consulting Psychologists Press. 
Gatewood, R.D., Gowan, M.A. and Lautenschlager, G.L. (1993), “Corporate image, recruitment image, and 
initial job choice decisions”, Academy of Management Journal, Vol. 36 No. 2, pp. 414-27. 
Hall, D.T. and Mansfield, R. (1971), “Organizational and individual response to external stress”, 
Administrative Science Quarterly, Vol. 16, pp. 533-47. 
Hammond, S.A. and Slocum, J.W. Jr (1996), “The impact of prior firm financial performance on 
subsequent corporate reputation”, Journal of Business Ethics, Vol. 15, pp. 159-65. 
Hofstede, G. (1980). Culture’s consequences: International differences in work-related values. Newbury 
Park, CA: Sage. 
Hofstede, G. (1985). The interaction between national and organizational value systems. Journal of 
Management Studies, 22, 347–357. 
House, R. J. (1995). Leadership in the twenty-first century: A speculative inquiry. In A. Howard (Ed.), The 
changing nature of work. San Francisco: Jossey-Bass. 
Johnson, C.D., Messe, L.A. and Crano, W.D., 1984. “Predicting job performance of lowincome workers: 
the Work Opinion Questionnaire”, Personnel Psychology, 37, pp. 291–199. 
Judge, T. A., & Church, A. H. (2000). Job satisfaction: Research and practice. In C. L. Cooper & E. A. 
Locke (Eds.), Industrial and organizational psychology: Linking theory with practice (pp. 166–198). 
Oxford, UK: Blackwell. 
European Journal of Business and Management     www.iiste.org 
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 
Vol 3, No.8, 2011 
 
84 | P a g e  
www.iiste.org 
Jurgensen, C. E. (1978). Job preferences (What makes a job good or bad?). Journal of Applied Psychology, 
63, 267–276. 
Kahn W (1990). Psychological conditions of personal engagement and disengagement at work. Acad. 
Manage. J. 33: 692-724. 
Kahn, W. A. (1992). To be fully there: Psychological presence at work. Human Relations, 45, 321‐349. 
Kanfer, R. (1990). Motivation theory and industrial and organizational psychology. In M. Dunnette and L. 
Hough (Eds.), Handbook of industrial and organizational psychology (2nd ed. vol. 1). Palo Alto, CA: 
Consulting Psychologists Press. 
Kanungo RN (1979). The concepts of alienation and involvement revisited. Psychol. Bull. 86: 119-138. 
Kanter, R.M. (1968), “Commitment and social organization: a study of commitment mechanisms in utopian 
communities”, American Sociological Review, Vol. 33, pp. 499-517. 
Kowalski, B. (2003), “The engagement gap”, Training, Vol. 40 No. 4, p. 62 
Kline, R.B. (1998), Principles and Practice of Structural Equation Modeling, The Guilford Press, New York, 
NY. 
Lawler, E.E. (1986). High involvement management: participative strategies fo rimproving organizational 
performance. San Francisco: Jossey-Bass. 
Lodhal, T. (1964), “Patterns of job attitudes in two assembly technologies”, Administrative Science 
Quarterly, Vol. 8, pp. 482-519. 
Lodhal, T.M. and Kejner, M.M. (1965), “The definition and measurement of job involvement”, Journal of 
Applied Psychology, Vol. 49, pp. 24-33. 
Marcus, G. F., Fernandes, K. J. & Johnson, S. P. 2007. Infant rule learning facilitated by speech. 
Psychological Science, 18, 387–391. 
Marsh, R.M. and Manari, H. (1977), “Organizational commitment and turnover: a prediction study”, 
Administrative Science Quarterly, Vol. 22, pp. 57-75. 
Morrow, P.C. (1983), “Concept redundancy in organizational research: the case of work commitment”, 
Academy of Management Review, Vol. 8, pp. 486-500. 
Paullay, I., Alliger, G., and Stone -Romero, E. (1994). Construct validation of two instruments designed to 
measure job involvement and work centrality. Journal of Applied Psychology, 79, 224-8. 
Pfeffer, J. (1994), Competitive Advantage Through People: Unleashing the Power of the Work Force, 
Harvard Business School Press, Boston, MA. 
Porter, L.W., Steers, R.M., Mowday, R.T. and Boulian, P.V. (1974), “Organizational commitment, job 
satisfaction and turnover among psychiatric technicians”, Journal of Applied Psychology, Vol. 59, pp. 
603-9. 
Rabinowitz, S. and Hall, D.T. (1977), “Organizational research on job involvement”, Psychological 
Bulletin, Vol. 84 No. 2, pp. 265-88. 
Richman, A. (2006) ‘Everyone wants an engaged workforce how can you create it?’ Workspan, Vol 49, 
pp36-39. 
Robinson, I. (2006) Human Resource Management in Organisations. London, CIPD.  
Robinson, D., Perryman, S. and Hayday, S. (2004) The Drivers of Employee Engagement. Brighton, 
Institute for Employment Studies. 
Shaw, K. (2005) ‘An engagement strategy process for communicators’, Strategic Communication 
Management, Vol 9, No 3, pp26-29. 
Schaufeli, W. B., Salanova, M., Gonzalez Roma, V., & Bakker, A. B. (2002). The measurement of 
engagement and burnout: A two sample 
European Journal of Business and Management     www.iiste.org 
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 
Vol 3, No.8, 2011 
 
85 | P a g e  
www.iiste.org 
confirmatory factor analytic approach. Journal of Happiness Studies, 3, 71-92 
Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout 
and engagement: A multisample study. J Organization Behav, 25, 293-315 
Smidts, A., Pruyn, Ad.Th.H. and Van Riel, C.B.M. (2001), “The impact of employee communication and 
perceived external prestige on organizational identification”, Academy of Management Journal, Vol. 44 No. 
5, pp. 1051-62. 
Smith, P.C., Kendall, L.H. and Hulin, C.L. (1969), Measurement of Satisfaction in Work and Retirement: 
Strategy for the Study of Attitudes, Rand-McNally Company, Chicago,  
Sonnentag, S. (2003). Recovery, work engagement, and proactive behavior: A new look at the interface 
between non-work and work. Journal of Applied Psychology, 88 (3), 518-528. 
Tajfel, H. and Turner, J.C. (1985), “The social identity theory of intergroup behavior”, in  
Worchel, S. and Austin, W.G. (Eds), The Psychology of Intergroup Relations, Nelson-Hall, Chicago, IL, pp. 
7-24. 
Triandis, H. C. (1994). Cross-cultural industrial and organizational psychology. In H. C. Triandis, M. D. 
Dunnette, & L. M. Hough (Eds.), Handbook of industrial and organizational psychology (Vol. 4, pp. 
103–172). Palo Alto, CA: Consulting Psychologists Press. 
Turner, J.C. (1982), “Towards a cognitive redefinition of the social group”, in Tajfel, H. (Ed.), Social 
Identity and Intergroup Relations, Cambridge University Press, Cambridge, pp. 15-40. 
Van Knippenberg, D. (2000), “Work motivation and performance: a social identity perspective”, Applied 
Psychology: An International Review, Vol. 49 No. 3, pp. 357-71. 
Vroom, V. (1962), Work and Motivation, Wiley, New York, NY. 
This academic article was published by The International Institute for Science, 
Technology and Education (IISTE).  The IISTE is a pioneer in the Open Access 
Publishing service based in the U.S. and Europe.  The aim of the institute is 
Accelerating Global Knowledge Sharing. 
 
More information about the publisher can be found in the IISTE’s homepage:  
http://www.iiste.org 
 
The IISTE is currently hosting more than 30 peer-reviewed academic journals and 
collaborating with academic institutions around the world.   Prospective authors of 
IISTE journals can find the submission instruction on the following page: 
http://www.iiste.org/Journals/ 
The IISTE editorial team promises to the review and publish all the qualified 
submissions in a fast manner. All the journals articles are available online to the 
readers all over the world without financial, legal, or technical barriers other than 
those inseparable from gaining access to the internet itself. Printed version of the 
journals is also available upon request of readers and authors.  
IISTE Knowledge Sharing Partners 
EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open 
Archives Harvester, Bielefeld Academic Search Engine, Elektronische 
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial 
Library , NewJour, Google Scholar 
 
 
